I INTRODUCTION
There has been a continuing debate about the growing divide between low quality jobs with low pay and high quality jobs with high pay in OECD countries (European Commission 2001) . In particular, there is a concern that non-standard or flexible employment contracts are associated with low quality, low pay jobs (European Commission 2003; Hall et. al 2000) . In practice, there are many reasons why firms may offer, and workers accept flexible working contracts. For workers, flexible contracts may enable a balance to be achieved between work and family commitments. However, whilst this might improve life satisfaction it would appear less likely to improve job satisfaction.
Yet there has been recent evidence of part-time workers job satisfaction that presents a confusing picture. Female part-time workers in the UK reported higher levels of job satisfaction than full-time counterparts (Booth and van Ours 2008) even though there is part-time pay penalty (Booth and Wood 2008) . In Australia, where casual workers receive a pay premium, female part-time casual workers reported higher job satisfaction than full-time permanent female workers but male full-time casual workers were less satisfied than their permanent counterparts (Wooden and Warren 2004) .
Assessment of the `quality' of flexible jobs is made a complex task through the many objective and subjective domains open for evaluation. Objective criteria would include factors such as pay and access to training, subjective criteria could include self-reported job satisfaction. Are jobs that are identified as objectively worse (better) associated with lower (higher) levels of satisfaction in subjective evaluation? This paper provides some evidence to show that such simple conclusions cannot readily be drawn.
The data used in this paper relates to a national longitudinal survey of Australian workers. Australia is a particularly appropriate market to examine in this regard as it has the second highest proportion of flexible workers in the world after Spain, in 2003 27% of workers were on flexible employment contracts 1 and standard full-time workers were in a minority by 1997 (ABS 1997); 28% of the workforce was working over 44 hours per week and 25% were working part-time. The number of workers working over 60 hours per week is the second highest in the developed world (ACTU 2001) . Casual workers, the main form of flexile employment, experience significant variation in hours worked per week. For example, in November 2003 27% of casuals had hours that varied from week to week compared to 9% for permanent employees (ABS 2005) .
Previous research into flexible employment has tended to focus on either subjective evaluations of worker well being, such as responses to job satisfaction questions (Bardasi and Francesconi 2004; Green and Heywood 2007; Ferrer-i-Carbonell and Van Praag 2006; Kaiser 2002) or objective evaluations, such as access to training (Arulampalam and Booth 1998; Draca and Green 2004) , relative rates of pay (Morreti 2000) or the effect on the likelihood of gaining permanent employment (Green and Leeves 2004; Guell and Petrongolo 2000) . Few studies have investigated both objective and subjective evaluations. One exception is Booth et al. (2002) who looked at the job satisfaction, pay and training of flexible and permanent contract workers in the UK. They noted that if flexible contracts are part of a firm's periphery workforce and workers have sorted themselves into flexible contract jobs then wages will be higher to compensate for the lower levels of protection afforded, they will receive less training but will be as satisfied as permanent workers. However, if flexible contracts are a screening device for offers of permanent work then these workers are likely to be on average of lower ability, will be offered lower wages and will be less satisfied than permanent contracted workers. Indeed Booth et al. (2002) found that flexible contract workers were in general paid less, received less training and were less satisfied.
Importantly, previous studies have not attempted to examine the interaction between objective and subjective characteristics of flexible employment contracts. We argue that a failure to do this may lead to misleading conclusions regarding the quality of flexible working contracts. For instance, Leontaridi et al. (2005) find that in the UK higher paid workers do not have, on average, higher job satisfaction. They argue this is evidence that wage disparities represent compensating differentials rather than a segmented labour market of good and bad jobs. As noted earlier, Booth and van Ours (2008) report that partnered females working part-time in the UK, with or without children, are more satisfied with their jobs than full-time employees even though it does not increase their life satisfaction. Yet as they note these part-time jobs are associated with lower wages, less training and occupational downgrading (Connolly and Gregory 2008) . This they term a puzzle which they were unable to resolve. In this paper we examine the impact of flexible contracts on the interaction between job satisfaction and pay, working hours and other dimensions of the work environment.
This paper uses data from Australia contained in the Household Income and Labour Dynamics in Australia (HILDA). There has been previous work investigating flexible employment workers satisfaction using this dataset. It highlights the tension between objective and subjective evaluation. Wooden and Warren (2004) investigated subjective responses of flexible contract workers by analyzing relative levels of overall job satisfaction. They find fixed contract workers are relatively more satisfied with their jobs than other workers and casual workers are in the main no less satisfied than other groups, with the exception of full-time male casuals who are less satisfied. They argue that this suggests many flexible contract workers do not see these jobs as inferior and many want to remain in such contracts even if opportunities for conversion to permanency were available. In a later study Watson (2005) attempts an objective evaluation through a comparison of earnings. He finds that casual workers are not paid sufficiently to compensate for their loss of entitlements (sick leave and holiday pay). This leads him to conclude that casual jobs are inferior jobs.
Both of the earlier Australian studies used only the first wave of HILDA data. The present study uses five waves of HILDA data to provide a panel that is used to extend previous research in two directions Firstly, the panel will enable us to control for sorting of workers between contract types. This is important as workers are unlikely to be randomly assigned to contract types, hence estimates of contract effects may be biased in cross-sectional models. We use the recently developed fixed effects estimators using latent variables that permit the application of OLS (Van Praag and Ferrer-i-Carbonell 2004 Table A1 we present summary statistics for the key variables that will feature in the later analysis and we disaggregate these by contract status and gender. In the lower half of the Table we present the satisfaction results for part-time workers, as earlier research has suggested part-time flexible workers are no less satisfied with their jobs than permanent workers.
The overall results for wages and hours conform to prior expectations with permanent workers working longer and being paid more per hour on average than casual workers.
Casual workers, it is argued, lack access to traditional career paths (Pocock et al. 2004) which limits opportunities for salary progression. Fixed-term contract workers hours and earnings are broadly comparable with permanent contract workers. For males, fixed-term contract workers appear to be the most satisfied and casual workers the least satisfied. Wooden and Warren (2004) reported that part-time male casuals were more satisfied with their pay and overall job satisfaction than permanent workers. We found this did not hold in our data sample where figures for overall satisfaction were 7.40 (permanent) and 7.11
(casual) and for pay satisfaction 6.50 (permanent) and 6.48 (casual). Female casual workers are more satisfied with their pay than permanent workers. This was also evident in the Wooden and Warren (2004) 
III RESULTS
The estimates in Table 1 are the POLS results with individual fixed effects for males and females where the dependent variable is overall job satisfaction. In columns two and four we include dummies for employee contract status and interact these dummies with a variable indicating usual hours of work. The focus on hours worked is warranted as it is the peripheral nature of flexible work with more variable hours that has led them to be characterized as bad jobs (Campbell and Brosnan 1999; Hall et al. 1998 ). There are a set of control variables covering a range of individual and workplace characteristics that are listed in the Appendix. We observe that casuals are less satisfied with their jobs than permanent workers, the omitted category. Green and Heywood (2007) In Columns 3 and 5 we split contract status by hours worked, using a similar classification to that used by Wooden and Warren (2004) . The omitted case is permanent employees who work a standard week (35-39 hours); a `standard' employment contract.
In this way we seek to compare the impact of contract status and hours worked to what can be considered a standard job. The lower job satisfaction associated with casual employment observed in columns 2 and 4 is mainly associated those working part-time hours. This may represent dissatisfaction with hours, which we explore more specifically later. Unlike males, female casual employees who work extended hours experience greater job dissatisfaction. This could reflect a greater unwillingness to work overtime as there could be a higher opportunity cost due to family responsibilities. Additionally, these hours may be unpaid and so offer a lower return. This pattern differs from the UK where part-time female workers were more satisfied (Booth and van Ours 2008) .
Analysis of pay is conducted across the two domains, subjective and objective. First we assess subjective satisfaction with pay by contract status. Later we provide evidence on objective wage differentials by contract status when we identify the wage premiums or penalties that non-permanent workers receive relative to permanent workers. The pay satisfaction results are presented in Table 2 , where we control for hours worked as in Table 1 . We estimated the regressions with and without a control for hourly pay (columns 4 and 7); this did not affect the results to any material degree. This suggests that variations in pay do not substantially alter the effect of casual contracts on pay satisfaction. Casual workers, other than males working part-time, are significantly more satisfied with their pay than the benchmark case of full-time permanent workers. Higher pay satisfaction is also observed for males working extended hours, whatever their contract status.
INSERT TABLE 2
The results presented in Table 1 suggest casual workers' job satisfaction is sensitive to hours worked. To further investigate this we ran regressions with satisfaction with hours worked as the dependent variable and the results are reported in Table 3 HILDA asked a range of questions about aspects of current employment. These are not questions directly about satisfaction but ask respondents to assess their jobs according to specific criteria. One question asked the respondents "I use many of my skills and abilities in my current job" another was "I have a secure future in my job" and another "I have a lot of freedom to decide how I do my own work", the respondents were asked to reply whether they strongly agree or disagree graded on a seven point scale. A number of respondents did not complete answers to these set of questions, so the sample size is lower than in the previous tables. For brevity, we report only the results for the males and females with the hours and contract status classifications in Table 4.   INSERT TABLE 4 It is evident, from columns two and three, that on average part-time female employees feel they are not presently using all of their skills and abilities to the extent of full-time permanent workers; this supports the evidence presented in Connolly and Gregory (2008) . In columns four and five we repeat the exercise with job security as the dependent variable. As might be expected, casual and fixed contract workers perceive their job security to be lower than full-time permanent workers. This applies no matter what hours are being worked. Finally, columns six and seven present the results for the assessment of job freedom. Full-time casual workers seem to perceive that they have less freedom to decide how their work is done but not those working part-time or extended hours. Female fixed term contract and permanent employees on extended hours appear to have relatively more freedom in deciding how their work is undertaken. Overall, the results suggest that opportunities to use skills and job security may both contribute to lower overall satisfaction. In the next section, we provide evidence of wage premiums for the different types of contracts by hours worked.
IV OBJECTIVE MEASURES INSERT TABLE 5
In Table 5 we present the results for estimates of relative wage premiums using the same contract status and hours breakdown as before. We would expect casual employees to earn a premium over permanent employees in the order of 20% if they were receiving full compensation for loss of entitlements. We present estimates which are unconditional and conditional on hours worked. Focusing on the results that are conditional on hours worked, casual employees working less than or more than standard hours actually receive a wage penalty, albeit relatively small, rather than a premium, which is similar to that experienced by permanent workers on non-standard hours. Overall, the pay of casual workers appears insufficient to compensate for their loss of entitlements and is not consistent with the pay satisfaction estimates. In the next section we attempt to reconcile some of this divergent evidence on job quality.
V GOOD OR BAD JOBS ?
To bring together these pieces of evidence regarding the "quality" of jobs under different contracts we need some summative measure that can be used as a metric to gauge relative quality. In a recent paper Haisken-DeNew and Sinning (2007) examine social exclusion of migrants and modify traditional estimates of exclusion by weighting characteristics that define exclusion by their impact on life satisfaction. We adopt a similar approach in the present paper by taking the objective and subjective characteristics of the employment environment that we have previously examined. Their estimated effect on worker overall job satisfaction is estimated using POLS. The coefficients from these regressions are used as weights and combined with values of the characteristics to produce an index measure hereafter referred to as SATW and this is compared with a simple index derived from the addition of the characteristics (SUM).
To determine if a set of variables might form a consistent index, we use Cronbach's alpha statistic as a guide, this assesses how well a set of variables measure a single unidimensional latent construct. If the correlations between each item and the rest are reasonably consistent and each item provides a positive contribution to the overall value of alpha then those items fit well in the scale and are measuring the same underlying construct.
The variables selected were chosen based on the earlier analysis and included two objective measures log wages and log hours. The other three variables are the subjective assessments of the work environment which were analysed in Table 4 . The values for
Cronbach's alpha were, 0.603 for males and 0.615 for females. This is slightly on the low side for the generally accepted criteria for reliability (0.70). However our purpose was to ensure internal consistency, such that all variables are measuring the same construct. We are concerned with relative movements in index values rather than levels. It was found that all variables correlation with the other items in the index was reasonably consistent (0.17 -0.39 males) (0.21 -0.52 females) and all items contributed positively to the overall alpha value.
INSERT TABLE 6
All variables were normalized as they were based on different scales. The results from the POLS job satisfaction regressions using the normalized variables which were used to obtain the coefficients used in the index weighting are reported in Table 6 (a). For males we observe two main differences between permanent and fixed contract and casual workers. Permanent workers overall satisfaction increases with higher wages, wages do not impact significantly on overall satisfaction for fixed-term and casual workers. Thus, casual worker's lower wage does not adversely impact on satisfaction. However casual worker's overall satisfaction is, like permanent workers, sensitive to opportunities to use skills, obtain security and achieve freedom at work and their opportunities are relatively limited. For females, the differences centre on hours of work and use of job skills.
Permanent workers work more hours and this has a negative impact on job satisfaction, casual and fixed contract workers satisfaction is not affected by hours of work. Female casuals' use of skills in their jobs is far lower than other workers but this does not impact on job satisfaction. Job tenure whilst not reported in earlier results was found to consistently have a significant negative impact on job satisfaction, though this decline was reduced as tenure increased. We included tenure and its squared term in addition to our previous variables and the results are presented in Table 6 (b). Tenure had its expected impact on overall satisfaction, except in the case of casual and fixed-term male workers.
We will use both specifications in the construction of index values.
INSERT TABLE 7
The index values are presented in Table 7 (a) and (b), the upper panel contains the results for females and the lower males. The first row is a simple summation of each item divided by number of items in the index (SUM), with log hours worked included as negative values; knowing that these two variables contribute negatively to job satisfaction for the vast majority of workers. Each item is given the same importance in generating the index value. The second row is generated by each characteristic being weighted by its satisfaction coefficient (SATW). The coefficients from Table 6 (a) were multiplied by (1 -p value), to increase the weight when an item was highly significant. These were then summed and divided by the number of items. For females we note that SUM for both flexible contracts has index values that are negative whereas permanent workers' index value is positive. Casual employment is the lowest ranked. When the values are calculated by SATW then the index values for casual and flexible work increase and permanent work declines. Fixed contract work is now the most highly rated and casual work rates slightly behind permanent work. For males (lower panel), using SUM casual work is once again the lowest ranked and fixed contract and permanent work are very similar. With SATW, we again see an improvement in the casual score and a decline in the fixed contract and permanent work index values. Casual work scores higher on a satisfaction weighted basis. The factors that significantly influence casual workers' job satisfaction lead to their job quality being better than it would be judged from a more objective perspective. The same conclusion can be drawn from the index calculations when the tenure variables are included in Table 7 (b).
Finally, in Table 7 (c) we repeat the exercise with the same set of variables as in Table   7 (a) for part-time and full-time workers separately. 6 Unlike Table 7 (a) part-time casual workers SATW value does not increase compared to the SUM value. In the case of female casual workers SATW value hardly changes so there is still a relative improvement because the permanent index declines. For male casuals there is an actual decline in SATW similar to that experienced by permanent workers. This decline can be attributed to their assessment of job security and use of skills. The mean value for assessment of job security for part-time casuals was -0.631 and for permanent part-timers was 0.059, the figures for use of skills were -0.695 and -0.323 respectively. Both these variables were positive and highly significant in the casual job satisfaction regression; only use of skills was positive and significant in the permanent job satisfaction regression. Hence, male part-time casuals' relative position does not improve. By contrast, full-time casual workers satisfaction weighted index improves and also their position relative to permanent workers as in Table 7 (a).
VI CONCLUSIONS
6 There were insufficient numbers of male fixed-term contract workers to provide valid estimates Wooden and Warren (2004) argued that it is extremely misleading to characterize nonstandard jobs (casual and fixed-term contract) as sub-standard jobs. This was based on comparisons of the responses to overall job satisfaction evaluation across job contract types conditional on worker and employment characteristics. Other recent studies have highlighted the difference between objective and subjective evaluation of non-standard employment (Booth and van Ours 2008) . The current research has sought to increase our understanding of worker evaluation of non-standard jobs by analyzing and combining a number of objective and subjective criteria. This can create complex chains of relationships. Thus, although the hourly wage for non-standard male casual employment is in an objective sense insufficient to compensate for the loss of entitlements, these workers are relatively more satisfied with their hourly wage than permanent workers; but wages do not appear to significantly affect their overall job satisfaction. Overall job satisfaction is more closely related to their evaluation of job security, job freedom and opportunities to use their skills. By contrast, although female casual workers are also more satisfied with their pay than their permanent counterparts, in their case higher wages do lead to increased overall job satisfaction. Female casuals' satisfaction is also positively affected by increased job security and job freedom but not by opportunities to use their skills
We attempted to combine all this information on the drivers of job satisfaction by creating an index of job quality and weighting the components of the index by their impact on job satisfaction. The resulting index values illustrated that non-standard employment rated better in relation to permanent employment than compared to a simple summation of the constituent elements. Hence, although casual and fixed-term still rated below permanent employment, the elements that impact on satisfaction result in the quality of the jobs being rather higher than might be expected. Our results also confirmed earlier findings in that it appears fixed-term contract workers are relatively more satisfied with their jobs than casual workers. However, the suggestion that part-time casual workers are relatively more satisfied with their jobs compared to full-time casuals (Wooden and Warren 2004) received less support. Full-time casual employees work environment seem to generate increased satisfaction compared to part-timers. In particular part-time male casuals seem to be the least satisfied group of workers. As a result, the growth of more flexible working arrangements, occurring through increased casual employment in Australia, may need careful management, particularly in areas like job security and opportunities for skill development for workers who are more strongly attached to the labour force. 
